EQUITY AND EDUCATION: EXAMINING GENDERED STIGMA IN SCIENCE
In this session, 19 women physicists and physics students from 11 countries responded to seven questions about their experiences as women in science, technology, engineering, and mathematics (STEM). Responses were grouped based on similar thematic categories using open coding and the constant comparative method. Qualitative analyses indicated that women in this sample were strongly intrinsically motivated (i.e., by interest and skill) to pursue physics education and careers. Moreover, participants highlighted the importance of influential role models in pursuing careers in STEM. Results also showed that autonomy in conducting research was the best aspect of women's STEM careers, while the most challenging aspects of women's STEM careers were work-life balance and equal access to resources. Notably, participants reported that challenging pervasive stereotypes of women in STEM and achieving gender equity were the greatest challenges faced by women in science today. When asked what advice participants would give to their undergraduate selves, women offered advice to be self-confident, work hard, and to exercise self-compassion in the face of adversity.
In contrast with prevalent stereotypes that women do not enjoy or are not "good at" STEM, the outcomes of this workshop activity indicated that women were motivated to choose educational programs and careers in STEM because of interest and proficiency in their subject. Most importantly, the outcomes of this workshop reiterate the need to improve the academic culture in which women in STEM study and work in order to reduce overall gender disparity. As such, future research should continue to focus on ways to achieve gender equity within STEM and especially within physics as a discipline.
the dropout rate of women in science at the high school and undergraduate levels, paying less attention to women who drop out after obtaining a PhD.
The workshop session built on a study undertaken to help understand the leaky pipeline of women scientists and engineers after their PhD [1] . Phase I focused on women scientists and engineers in India. A total of 312 women and 161 men scientists were surveyed online and by telephone. For comparison purposes, a similar study was carried out in the University of California system during 2011-2012. The workshop focused on the impressions from the field, drawing on key themes that compare and contrast the experiences of women scientists and engineers in the two countries.
The key themes included work-life balance, structure and dynamics of formal spaces in science and technology institutions, and the role of mentors, among others. An important point of contrast between the two countries was that the work-life balance was a more critical issue for women in science in India than in the United States. In the United States, the presence of young children in the family impacted the hours of work for both men and women scientists.
The issues of discrimination that women faced in the workplace were mainly overt but in some cases subtle, and they did have specific cultural bearings. Childcare facilities, flextime, and opportunities to network and participate in conferences to make one's work visible were more prevalent among women scientists in India than in the United States. However, differential pay and poor negotiating skills to harness such resources as lab space, big grant projects, and more research students seemed to be some of the important issues that women scientists in the United States had to deal with.
What came out as subtle discrimination in both India and the United States-timing of departmental meetings, nondisclosure of important visitors who had potential for collaboration, and remarks about the efficiency of women with childcare/family responsibilities-seemed to be used to dissuade women from entering or continuing a career in science. The session brought to the forefront that while family and societal factors are serious impediments for women in science in both India and the United States, equally important are the organizational spaces, within which the rules of operating are, by and large, gender insensitive.
TOWARD GENDER EQUITY THROUGH POLICY: CHARACTERIZING THE SOCIAL IMPACT OF INTERVENTIONS
The framework for this session's discussion was set with the following definitions: (1) Equity means getting the same thing at the same time in the same place; (2) sex differences are biological, and gender differences are socially constructed; and (3) a social construct does not exist in nature, but is invented by society and exists by our tacit agreement. Any purported gendered characteristic, such as stamina, multitasking ability, aggression, nurturing ability, or mathematics ability, is bound to show a wide range across genders, with considerable, if not total, overlap between men and women. Practicing scientists are particularly culpable with regard to the gender gap in the science workplace, given that they see themselves as being objective and free of prejudice. Clearly, however, unconscious bias is a major cause of the gender gap.
Long-term cultural change is needed in institutions to promote scientific excellence. It is urgent to evaluate the long-term social impacts of policies worldwide that are intended to promote gender equity in physics. Structural measures, such as mandated quantitative gender diversity (quotas) and leveling the playing field by preferentially compensating the disadvantaged (e.g., flextime only for women, or maternity leave), could benefit some women in the short term but are in tension with long-term cultural change. On the other hand, gender-neutral policies-such as flexible work hours, career-break fellowships, family leave (rather than the more restrictive maternity leave) for both men and women, and increasing transparency and accountability in institutional governance-would not only help women thrive in the workplace, but would promote the cultural change required to enable men and women to equitably achieve excellence.
Several examples emerged in the discussion. A consequence of Germany's generous maternity leave policy was that the possibility of prospective women employees taking the long maternity leave would count against them, thus exacerbating the gender gap in employment. Replacement of maternity leave by family leave was therefore strongly advocated. Finland emerged as a counterexample: the generous gender-neutral parental leave policy is used by less than 10% of fathers. In South Africa, the race issue appears to dominate. In Japan, the parental leave policy appears to be driven by the low birth rate. The need for a global survey that covers all of these aspects, and the need to work globally to design the survey, emerged strongly from the discussion.
RECOMMENDATIONS
From a very rich discussion, the following suggestions for action arose: 
